This study aimed to examine the impact and the relationship between organizational justice and the intention to leave and investigate the effect of demographic factors on study variables among the universities employees in Egypt. Organizational justice is explained as perceived fairness in terms of distributive justice, procedural justice, interactional justice, temporal justice and spatial justice at workplace. The study differs from other studies because of the research about employees working in private sector of higher education in Egypt. A hypothesized framework was developed and tested using stepwise multiple liner regression analysis on a sample of 438 academic staff and knowledge employees at different private universities were selected for survey and data were statistically tested by applying regression and correlation analysis. This study specifically, addressed the following questions: 1) What are the effects of organizational justice on the employees' intention to leave in the private higher education sector in Egypt? 2) What are the effects of the demographic factors on the organizational justice and intention to leave in the private higher education sector in Egypt? The results of this study suggest that the perceptions of high levels of organizational justice lead to decrease in the level of intention to leave. The originality of this study contributes to the intention to leave literature and managerial practice in Higher Education Institutions by providing empirical evidence for the effects of demographic factors on organizational justice and intention to leave. The results revealed to that all five justice dimensions and total organizational justice were negatively significant to intention to leave. It can be concluded that age, educational level, university type and experience show the significant differences in intention to leave. Otherwise, there are significant differences in organizational justice among gender, age and experience among the employees worked in the private higher education sector in Egypt.
Introduction
The concept of justice has become an important construct in behavioral science and management over the last decades, the concept of organizational justice has become popular among the researchers of organizational justice in order to achieve greater outcomes as productivity, performance and innovation which lead to sustainable development. The HR practices at any organization can effectively promote fairness in distributive, procedures and interactional relationships among managers and employees in addition reward allocation to accomplish desired objectives in terms of quality and performance. The higher education sector in Egypt is growing and becoming competitive, especially at private sector which consists both of private universities and academies as they are operating with an increasing force of quality of education to deal with both non-profit and profit organizations.
Companies and organizations today are concerned with the human element through their skills and knowledge, the intention to leave and actual turnover are the most important issue that affects the organizations' efficiency and causes employees to move to another competitor through beneficiary of their expertise and knowledge. There are various types and the forms of employees' justice perceptions have not been adequately examined and organizational justice is one of the most important tools which enable organizations to reach success and excellence. Moreover, this topic has not received enough attention, especially in the Arab context. Therefore, the previous studies are not interested to use all types of organizational justice namely distributive, procedural, interactional, temporal and spatial. Through considerations of previous studies, there is a difference in the view of the employees' intention to leave, the information could mention to a big problem which may lead to making employees to layoff and may affect to lose the innovative staff, knowledge employees and the companies may lose their intellectual capital at the same time. To fill the gap in the study, many studies develop a lot of models which depend on the two of three dimensions of justice, this study develops a model to explain the parallel effects of the five dimensions of justice on employees' intention to leave. Depending on the equity theory, we propose that the five types of justice perceptions enhance and reduce employees' intentions to leave. In other words, we argue that intention to leave affects the five dimensions of justice.
This study aimed to examine how the perception of employees' universities to organizational justice which may affect their readiness to quit the job and analyze the relationship between organizational justices which have a new dimensions namely spatial and temporal justice that can lead the employees towards intention to leave. A few researches have been conducted to examine the relationships among multiple dimensions of justice distributive justice, procedural justice, interactional "interpersonal and informational justice", temporal, spatial justice and intention to leave. Moreover, studying this topic at the context of universities is especially limited and does not exist in the Egypt setting. The study used survey data to test the study hypotheses on a sample of 438 respondents at enormous private universities and academies in Egypt (i.e. Arab Academy for science, technology and maritime transport) as one of the largest academies in Egypt and one of the large Arab universities which has multiple branches in Egypt. Thus, the current study may lead to new shadows with respect to addressing the relationship of all dimensions of organizational justice and its predictability towards the employees' intention to leave the work.
Conceptual Framework
Many scholars have focused only on the two types of justice namely distributive and procedural justice. The third type of justice interactional justice does not have much attention as the previous to types. Although, distinction between procedural and distributive justice as distinct dimensions was well supported in the literature and in universities sitting [1] . In addition, there are two new dimensions appear recently "spatial and temporal justice" need more clarification and explanation. [2] mentioned to the new dimensions, this study needs to examine the structures of organizational justice: distributive, procedural, interactional, temporal and spatial justice as distinct dimensions. There is little agreement on the dimensions of interactional, spatial and temporal justice and it is one of our goals to examine the empirical merit of the distinction among these three types of organizational justice.
Distributive Justice
Many of Researchers called distributive justice as the first component of justice because it has to do with the allocations or outcomes that some get and others do not. Distributive justice is concerned with the reality that not all workers are treated like the allocation of outcomes is differentiated in the workplace. Individuals are concerned with whether or not they received their "just share." Sometimes things are distributive just, as when the most qualified person gets promoted.
Procedural Justice
Refers to the means by which outcomes are allocated, but not specifically to the outcomes themselves. Procedural justice establishes certain principles specifying and governing the roles of participants within the decision-making processes. A just process is one that is applied consistently to all, free of bias, accurate, repre- norms. Procedural justice seems to be essential to maintaining institutional validity.
Interactional Justice
A person is interactional just if he or she appropriately shares information and avoids rude or cruel remarks. In other words, there are two aspects of interactional justice as [3] mentioned. It was divided two parts the first part called informational justice refers to whether one is truthful and provides adequate justifications when things go badly. The second part called interpersonal justice, refers to the respect and dignity with which one treats another. [4] introduced the concept of justice in the distribution of time Temporal justice in organization sitting reflect to what extend that organization takes care of employees about the fair distribution of time as a resource and how to distribute the work time between all categories of employees. Temporal justice recognized as a part of distributive justice but we must distinguish that it not related with the comparison ratio of inputs to outputs as in the equity theory.
Temporal Justice

Spatial Justice
It means the perception with the geographical distance of the resources among different branches, campuses and units of the organization based on geographical distance [5] .
Intention to Leave
Turnover intention can be described as an individual's behavioral intention and can be defined as "the extent to which an employee plans to leave the organization". [6] divided the reasons of employee turnover to three types the first one factors related to work environment as job satisfaction, salaries and performance; the second one factors related to employees as age, education, gender;
and third factors are external as unemployment rate and presence of trade union. More than study argued and mentioned [7] [8] that the main problem is the increase in actual turnover which has negatively affected private and public organizations by reducing efficiencies and increasing costs. [9] categorized the quit or turnover as voluntary or involuntary. Voluntary turnover is when Employees decide to leave the organization on their own choice while involuntary turnover happens when the organization decides to make some of the employees redundant or lay them off. [10] mentioned the involuntary turnover is often good for the interest of the organization but voluntary turnover is considered very destructive to the organization's stability. The employees in Egypt is more associated with voluntary turnover via the organization offers which considered as a mix between voluntary or involuntary.
Although the numerous studies have been conducted in the Western and Arab context on types of justice but there is no study has tried to investigate the relationship between organizational justice (distributive, procedural, interactional, temporal and spatial) and intention to leave with the effect of demographic factors in Egypt environment which can enhance performance, productivity to keep the sustainable of the university. This study aims to identify the impact of organizational justice dimensions on intention to leave moreover, identify justice among the employees in the private higher education sector in Egypt on the other hand, Identify the extent of the impact of the employee demographic and job variables on both of study variables organizational justice and intention to leave. Some specific objectives can be summarized as:  Measure the level of justice.
 Measure the level of intention to leave among the employees.
 Investigate the association between perceived justice among employees and their intention to leave.  Examine the effects of demographic variables gender, age, marital status, education level, university type, experience and designation) on both study variables organizational justice and intention to leave.
The research questions could be summarized into the following questions: Q1: What are the effects of organizational justice on the employees' intention to leave in the private higher education sector in Egypt? Q2: What are the effects of the demographic factors on the organizational justice and intention to leave in the private higher education sector in Egypt?
Literature Review and Development Hypotheses
Relationship between Organizational Justice and Intention to Leave
The overall organizational justice has a predictive effect on employees' intention to quit [11] [12], however [13] in their study found that the procedural and distributive justice has significant influence on intention to leave and the interactional justice has no significant influences on the turnover intention. While [14] concluded that lower levels of both distributive and procedural justice predicted higher turnover intentions, controlling for gender and job tenure and they found that Procedural justice has a stronger relationship with turnover intentions than distributive justice.
Demographic Factors, Organizational Justice and Intention to Leave
The demographic variables as "gender, age, educational level and marital status" and job variables as "university type, length of experience and designation" were used in literature and there was a relationship among these variables and both of independent and dependent variables. Although there is a researcher found no main effect of gender on the perceived fairness as [15] . [16] found little effect of demographic variables on justice perceptions. [17] revealed to that organizational justice affect by all demographic factors as (Gender, age, marital status, expe- On the other hand the highest perception of justice for distributive justice followed by procedural and the lowest one was interactional justice. The same study proceeded in turkey to determine the relationship between organizational justice and job satisfaction among teachers at schools [18] this study revealed to that the interactional justice comes first followed by procedural justice and lastly distributive justice in the primary school teachers in turkey. On the other hand there was not a statistical significant relationship between organizational justice types and demographic factors as gender, professional seniority, Age and marital status but both of procedural and interactional justice were affected by the duration of working at the same school especially for the level of newcomers. [19] also believed that the most cause of turnover was demographic characteristic there are similar interaction effects involving gender found in other study [20] .
Many studies relating demographic factors to the organizational justice in the European context [21] [22] concluded that there is no statistically significant difference among gender, age, education level and marital status and the dimensions of justice namely distributive, procedural, interactional justice. The findings of [23] mentioned that a significant relationship between age, income, and turnover intentions; however, the relationship between education, gender, and length of tenure was not statistically significant. On the other hand, [24] concluded that both association between (age and experience) and intention to leave was negatively significant However educational level was correlated positively with intention to leave in the large private hospitals in turkey. Moreover, [25] revealed that there is a significance positive relationship between demographic factors and the anti of intention to leave "retention" in the private universities in 
Methodology
Participants
This study focused on multilevel segment of employees and managers worked at 13 private universities in addition to academies in Egypt. The target population of this study was selected from the population of worked employees at the universities in Egypt, the staff members and knowledge employees employed at higher education private sector in Egypt at private universities and academies (Vice presidents, Deans, deputies, academicians, mangers, supervisors and knowledge employees) contains a group of professionals who have worked and experienced to study the framework of relationship between organizational justice and intention to leave. Therefore, the study focus on the people who worked at higher education sector at academies and private universities at all departments, colleges and administrations which own the capability and facilities with all levels. The number of universities and academies that participated to this study were ten private universities also three academies. the currently population is over 46,607 individuals enrolled throughout the private universities system, the population of the private universities contains of 7851 Academicians and staff member in addition to 29,441 employed members. Then again, the staff members at academies were 1961 and the non-academicians were 7354. The population consists of all majority at the universities the type of gender, social military, age, educational level, tuner and job level, those employees selected from more than governance around the Arab Republic of Egypt, they participated from six cities in Egypt as the following: Alexandria, Cairo, Giza, Port Said, Tanta and Aswan. The participated universities and academies to this study were from Misr international university, Pharos University, Egypt-Japan University, Germany University, British University, French University, American University, El-Shorouk Academy, Delta University, Nile University, Arab Academy for Science and Technology, Sadat Academy and lastly international academy for engineering and media science.
Procedural
The study instrument was developed in English and translated into Arabic by the researcher. The translated Arabic version of the instrument was translated back into English by one of our colleagues who is an expert in both the languages Arabic and English, which was later compared with the original English version. A few variations between the two versions were found and corrected accordingly. The semi-final instrument was given to ten Mangers and staff member, five in Arabic language and five in English language, selected by the researcher to pilot and test it further. Given the feedback from the piloted employees the final instrument was prepared and sent out to target sample. All instruments were modified according to the context of Arab world in private educational sector in universities in Egypt environment. Although, the original instruments were valid and reliable it was important to find out the validity and reliability of the modified instruments in Egyptian context. For this purpose, under the guidance of a panel of experts, the draft instruments were modified with reference to the language clarity of items professional authenticity and university context. The panel of experts consisted of six university staff, managers and knowledgeable employees having specialization knowledge in educational administration, organizational behavior, and educational research. A self-administered questionnaire in Arabic with a cover letter stating the purpose of the survey, was mailed to each potential respondent employed at any private university or academy. The Google form allowed to all respondents were asked to send the completed questionnaire back to the researcher. We almost sent out 3700 questionnaires in the initial mailing. A follow-up mailing with the same questionnaire attached took place 3 months after the initial mailing. Finally, 438 completed questionnaires were received, representing a response rate of 11.83%. Such a response rate can be considered acceptable given that it has been noted that the response rate of mailed surveys in Egypt was the lowest among various countries [27] . The study used demographic data career and sector variables as control variables. Gender were measured using two scales, marital status was measured using four scales, education level was measured using five scales, age was measured using five scales, experience or tenure were measured using six scales and designation were measured using seven different scales.
Tools and Measures
Measurement of Organizational Justice
Organizational justice was the independent variable of the study. Based on the review of literature Organizational justice is measured by the scale created by to assess internal consistency and the reliability measures in this current study had Cronbach's alpha coefficients ranging as 0.953 for total organizational justice and 0.865 for intention to leave respectively. The validity was tested by using Pearson's Coefficient of Correlation between each type of justice, the validity values were 0.663 for distributive justice, 0.856 for procedural justice, 0.876 for interactional justice, 0.502 for temporal justice and 0.62 for spatial justice.
Measurement of Intention to Leave
The Intention to leave is measured by the scale created by ( [29] , cited in [30] ). The scale measures Intention to leave across its five questions. It was the second dependent variable of the study. Based on the review of literature Intention to leave is measured by the scale created by [29] scale was adapted for this particular study. The Intention to leave was measured with five items (i.e., "If I have a good opportunity, I would like to find another job", and "I do not enjoy this job and have been searching for other positions"). The pilot study revealed to the reliability of Intention to leave variable was 0.865 after we deleted the question number 4 and 5 "Layoffs are a typical occurrence around here", and "People often get fired from this organization without good reason" which made Cronbach's Alpha at the large percentage when item deleted. The Number of Items after deleted questions were 3 questions and the correlation between the dimension and the item variable ranged from 0.863 to 0.91 with significant level 0.01. After we test the reliability and demonstrate and eliminated the unnecessary items the total number of the items of questionnaire was 25 item. The data was provided by choosing an answer to every item and statement from a 5-point scale, where: "1 = strongly disagree"; "5 = strongly agree". All constructs tested and found to be acceptable for dimension analysis with KMO > 0.5 and significance < 0.001. Of the sampling adequacy the measure gives us how our data are suited for Dimension Analysis. KMO values more than 0. 
Methods
Sample
The questionnaire sent out to the respondents via electronic mail and whats App application approximately 3700 questionnaires were distributed and 438 ques- academicians and their associates were (37.7%) and non-managerial positions including specialists and others (15.1%).
Data Analysis
The descriptive statistics for the perceptions regarding distributive Justice are Table 1 shows the descriptive statistics to all study variables. In order to see which dimensions of organizational justice are played the most important role in predicting intention to leave, the correlation test is further applied. Table 1 showed that all the dimensions of justice correlated negatively role and it seems to predict intention to leave through procedural, interactional, spatial, distributive and temporal justice respectively. The average of organizational justice is 3.346 and intention to leave is 2.896 (Table 1) show that the employees are relatively perceived a moderate level of justice and intention to leave to the private universities. In addition to that the procedural justice (r = −0.341, 0.01), interactional justice (r = −0.311, 0.01), distributive justice (r = −0.28, 0.01) and spatial justice (r = −0.289, 0.00) it seems to play more important role in prediction intention to leave than temporal justice (r = −0.238, 0.01). The procedural has the highest negative relationship with intentions to quite (r = −0.341, ρ < 0.05) and the temporal justice has the least negative correlation with intentions to quite (r = −0.238, ρ < 0.05). However, the full justice is correlated negatively with intention to leave (r = −0.40, 0.01). 
Testing the Statistical Hypotheses
The hypothesis number one assumed that there is a negative significant relationship between perception of organizational justice and employees' intention to leave (Table 2 ) Demonstrated the relationship among organizational justice dimensions and employees' intention to leave. In order to test this hypothesis, the following sub hypothesis is formulated as there is a significant relationship between perception of distributive, Procedural, interactional, temporal, spatial justice and employees' intention to leave thus the study used some of statistical analysis the correlation analysis one of them which explained the relationship between the dimensions of justice and the employees' intention to leave. A non-parametric correlation as Spearman Rho correlation used to extract this relationship, the table below has the relations between justice and employees' intention to leave. Table 2 contains the significance relationship between total organizational justice and employees' intention to leave was a negative relationship (R = −0.38, level of confidence = 99%) the relationship between "distributive justice and intention to leave was negative with 26.7%", "procedural justice and intention to leave negative and equal 28.2%", "interactional justice and intention to leave was negative with equal 29%", "temporal justice and spatial justice have a negative relationship with 22.4%, 28.2% respectively".
The hypothesis evaluated the relationship between organizational justice and intention to leave, suggesting that if perceptions of organizational justice are high there will be decrease or reduce in intention to leave. The multiple a simple linear regression was calculated to determine the employees' intention to leave based on their perception of total organizational justice. the regression results were significant (F = 78.814, p < 0.000) with R square of. 39 and Beta was a negative with.39, which means the increase of organizational justice by 1 unit helping to reduce the level of intention to leave by 39% thus, this means that study hypothesis was supported.
In order to test the following hypothesis is formulated there are a significant relationship between perception of distributive justice, Procedural justice, Interactional justice, temporal justice, spatial justice and the employees' intention to leave. When the study used the Enter liner regression method between the independent variables and dependent variable. the relationship between all dimensions of justice and intention to leave was 0.399 and the coefficients proved that the interactional, temporal and spatial justice are significantly correlated with intention to leave at significance level P < 0.05 with the negative explanatory power 0.145, 0.123, 0.149 respectively which means that the increases of these dimensions of justice by one unit will affect negatively on the intention to leave with the same percentage respectively. On the other hand, the distributive justice and procedural justice were not significant with intention to leave. The relationship between the interactional, spatial, temporal justice and intention to leave were negative of percentage whether we added them one followed by others were 0.31, 0.365 and 0.389 respectively. In addition to the stepwise liner regression technique showed the dimensions are more effective and have more influence on the intention to leave. We entered dimensions of justice generated three models by used the stepwise liner regression. Table 3 Presents the coefficients of the three models.
Stepwise regression analysis results in Table 3 showed that the interactional justice, spatial justice and temporal justice predict of the intention to leave in a private higher education sector in Egypt. It might be said that the first model showed that the interactional justice was the strongest variable predict of the intention to leave (R square change 9.7%), the second model predicted (R square change 3.6%) of intention to leave. Lastly, the third model predicted (R square change 1.9%) In other words, the models are stated that: It might be said that improving interactional, spatial and temporal justice will lead to reduce intention to leave in the private higher Education sitting in Egypt. Therefore, the Stepwise regression analysis results of supporting H1 "Organizational justice dimensions have a significant impact on intention to leave and partially supported".
Thus, the sub-hypothesis of the study hypothesis number 1 was partially supported and there is a negative significant relationship between perception of interactional, temporal, spatial justice and intention to leave in the private higher education sector in Egypt otherwise the interactional justice was the most significant dimension influencing the employees' intention to leave. Which means that employee in private universities sitting are more concern about how actually they are treated by their managers and this has major towards reducing the intention to leave in higher education sectors in Egypt. When the research question number two and number three asked about the statistical significant of demographic variables "gender, age, marital status and educational level" and job variables "university level, experience and designation" on organizational justice. In this part the study tried to answer about the two hypotheses number 2 and number 3. Table 4 indicates the positive correlation with confidence level 99% between independent variables of the study which suggests that a significant positive correlation between total organizational justice and all types of justice where Spearman's rho Coefficient of Correlation 0.363, 0.797, 0.866, 0.475 & 0.60 respectively. Accordingly, there is positive correlation between age as demography factor and (distributive, spatial, total organizational justice) and negative correlation with intention to leave. The experience was correlated with distributive justice and spatial justice with confidence level 99% except the education level was insignificant with all variables. Table 4 . Spearman's rho coefficient of correlation between organizational justice, intention to leave and demographic factors. The gathered data was not normal, Mann-Whitney U test is a non-parametric test used to assess and analyze the significant differences in dependent variable by a single independent variable. It is the non-parametric equivalent of the independent samples t-test. This means that the test does not assume any properties regarding the distribution of the dependent variable in the analysis. This made the Mann-Whitney U-test the appropriate analysis to use when analyzing dependent variables on an ordinal scale. Table 5 shows the dimensions of justice as procedural, interactional, temporal, intention to leave was insignificant with the gender (Male or Female), but distributive, spatial justice and total organizational justice to males has upper mean than females at significant level < 0.05 which mean that the significant differences showed that males perceived the distributive justice, spatial justice and total organizational justice more than females.
The study used Kruskal-Wallis test to explain the study variables as distributive justice, spatial justice, intention to leave and the total organizational justice which affected by age categories "less than 25 years, between 26 -34 years, between 35 -44 years, between 45 -53 years and more than 54 years". The procedural justice, interactional justice and the temporal justice were not significant and were not affected by age as a control variable. Table 6 . Shows the distributive justice, spatial justice and total organizational justice affected by age this means that the significant differences showed at employees who have more than 54 years than the others categories. On the other hand, intention to leave will be affected by age especially the significant differences showed between 26 -34 years than others. this means that the levels of employees have more than 54 years old in private higher education sector in Egypt perceived and familiar with distributive justice, spatial justice and total organizational justice more than the others' age categories. However, the intention to leave organization is showed that age stage between 26 -34 means that this level did not find itself at this environment.
On the other side, Table 7 indicates marital status as "single, married, divorced and widow" not affected by all study variables at Sig. level 5%, however the distributive justice affected by widow status than others. That means the widow employees perceived distributive justice more than the others' marital statuses. Table 8 demonstrates that distributive justice and intention to leave were affected by Educational level and significant at 5% except the reminded variables as procedural justice, interactional justice, temporal, spatial justice and total organizational justice were not significant with the Educational level "Doctorate, Master Degree, Postgraduate diploma, Bachelor degree and other qualifications". The distributive justice affected by Educational level which mean that the significant differences showed to the bachelor degree holders than others. Employees' Intention to leave was affected by Educational level which mean that the significant differences showed at the lower qualifications holders than other categories or educational level status because they have the upper rank mean. The bachelors' holders of employees perceived and felt that the distributive justice is more existed than the others' educational levels perceived and may the others lowest educational level has the intention to leave. Open Access Library Journal The test of Mann-Whitney U helped to revealed that the dimensions of justice as distributive, procedural, interactional, temporal, spatial were insignificant with the university categories (Private or Academy), on the other hand the intention to leave was significantly with the university categories at Sig. < 0.05. Table 9 shows that perceived organizational justice at the private universities and academies in Egypt were the same to all employees, However employees' intention to leave at the private universities have the upper rank mean (215.97) which means that there are different in culture through university to another one. That means the employees at private universities has more intention to leave than the employees at academies. Table 10 explains the significance of variables towards experience factor the distributive, procedural, temporal, spatial, intention to leave and total organizational justice are significant at 5% affected by the Job tenure or experience as a control variable, however the reminded variables as interactional justice was not significant of Job tenure/Experience "less than 5 years, between 6 -10, between 11 -15, between 16 -20, between 21 -25 and More than 25 years". On the other hand the distributive justice and the spatial justice affected by Job tenure which mean that the significant differences showed at segment of employees have more than 25 years of experience than others, the procedural justice affected by Job tenure at the segment of employees those have less than 5 years of experience than others. The temporal justice affected by Job tenure which mean that the significant differences showed between 6 -10 years than others, the intention to leave affected by Job tenure which mean that the significant differences showed less than 5 years than others. Finally, the organizational justice was affected by Job tenure to employees those have more than 25 years of work experience than others. That means the employees that have experience more than 25 years have perceived distributive, spatial and total organizational justice than the others experience categories. However, the employees had experience from 6 -10 perceived temporal justice more than others. Table 11 shows the study variables distributive justice and spatial justice were significant at 5% with the designations as a job variable, however the reminded variables were not significant and effected of designations "Vice presidents, Deans/Deputies, Heads of departments/Deputies, Academicians, Supervisors, Specialists and Others. The distributive justice affected by designation which mean that the significant differences showed at Deans/Deputies than others and the spatial justice affected by designation which mean that the significant differences showed at Specialists than others. Finally, the deans and their deputies have perceived distributive justice more than the others designation categories. However, the specialists' employees have perceived spatial justice more than others.
Results
The primary data consisted of scale means, standard deviations, alpha Reliabilities, and inter correlations among the study variables. The reliability measures in this study had Cronbach's alpha coefficients ranging as 0.953 for organizational justice and 0.865 for intention to leave respectively. The individual dimensions scale were also found within acceptable ranges of reliability (0.796 -0.96) which considered fit and applicable for analysis. The Mean values for distributive justice (3.46), procedural justice (3.24), interactional justice (3.58), temporal justice (2.86), spatial justice (3.29), the total organizational justice (3.346) and the descriptive values for employees' intention to leave (2.986) were measured on 5-point Likert scale and ranged between strongly disagree and strongly agree with a considerable deviation. Correlation statistics in Table 1 determined the association between variables. The correlation values for distributive justice (r = −0.28), procedural justice (r = −0.34), interactional justice (r = −0.31), Temporal justice (r = −0.238) and Spatial justice (r = −0.289) are negatively correlated with employees' intention to leave which show that all five organizational justice dimensions are significantly associated with employees' intention to leave. In addition to the correlation value for total organizational justice (r = −0.40) is negatively correlated with intention to leave which mean the overall or total organizational justice is significantly associated with employees' intention to leave. Descriptive statistics explained that distributive justice was high level in academies (3.49) and medium level in private universities (3.31) . On the other hand males were perceived high level of distributive justice (mean = 3.62) however females were perceived a medium level of distributive. Widow and divorced statuses have high mean (3.77, 3.76) respectively spite of the singles were perceived the medium level of distributive justice. Single, married and divorced perceived a high level of interactional justice (3.51, 3.58, 3.98) respectively, otherwise single and married perceived a medium level of temporal justice (2.91, 2.86). On the other hand the temporal justice for divorced was medium level thus the total organizational justice level were a medium level of these marital statuses (3.25, 3.34 and 3.66).
The widow status perceived high level of distributive justice (3.78) and it perceived medium level of spatial justice whereas the intention to leave was high for this case (3.33) and medium level (2.85) for married.
The educational level in the private higher education sector in Egypt showed that the PhD Holders were moderately concerned about procedural (3.3), temporal (2.86), spatial (3.27) , intention to leave (2.89) and total organizational justice (3.38) otherwise, they have highly concerned about the distributive (3.55) and interactional (3.62).
Whereas the masters' degree holders were perceived moderate level of distributive, procedural, temporal, spatial, intention to leave and total justice, the Interactional was high level. The bachelors' holders perceived justice more than the others levels of education and they have intention to leave more than others have postgraduate diploma.
All categories of age have medium level of total organizational justice except the last level those older than 54 years and above perceived highly concerned. The intention to leave is a trend to all categories except last one was moderately concerned and the stage above 54 years old has low intention to leave. Anyone has an experience more than 25 years perceived highly concerned of total justice otherwise the remaining categories perceived medium or moderate concerned. On the other side all categories of experience factor have moderate level of intention to leave.
The designation of job all categories have the medium level of total justice except the specialists and Regardless the designation of jobs all categories have the medium level of intention to leave.
The correlation values (Refer to Table 1) Show the moderately negative relationship between all dimensions of organizational justice and employees' intention to leave. The regression results were significant (F = 78.814, p < 0.000) with R square of 0.39 and Beta was a negative with 0.39, which means the increase of organizational justice by 1 unit helping to reduce the level of intention to leave by 39% thus, this means that study hypothesis was supported.
The value of R2 (0.39) shows that 39% variation in employees intention to leave is due to explanatory variables interactional, spatial, temporal justice that were negative of percentage 0.31, 0.365 and 0.389 respectively Which could explain that all three dimensions of organizational justice together are significant but moderate predictors of employee's intention to leave. The model used for this study was found fit as determined by the t test and its significance indicated by P value (0.000). The coefficient or beta values indicated that the amount of variations in employees' intention to leave caused by interactional justice (31%) showed relatively more significant than spatial justice (20%) and temporal justice (14%) (Refer to Table 3 ).
The hypothesis H1 was not supported which means that the significant relationship between the two types of justice distributive and procedural are not exist towards intention to leave. On the other hand the reminded types as interactional, temporal and spatial justice were significant with intention to leave at p-vale < 5%. Thus we can say that the organizational justice effect partially on employees' intention to leave in the private higher education sector in Egypt. Open Access Library Journal Organizational justice types were not affected by gender except for distributive and spatial justice however, the total organizational justice was affected by gender and it seems that males are the important part who perceived justice. The distributive, spatial and total justice can affect on Age levels but all types of justice and total justice were not affected by marital status and educational level except distributive justice. The intention to leave was not affected by gender and marital status but affected by Age and educational level.
The hypotheses number 2 and number 3 mentioned whether the demographic variables can effect on the independent and dependent variables, the hypothesis was supported the relationship between organizational justice and gender, age, marital status and educational level partially. On the other hand the dependent variable intention to leave partially significant with demographic variables.
The organizational justice types and total organizational justice are not affected by university type and the dimensions of organizational justice and total justice are affected by experience except the interactional justice was not supported Which mean that the organizational justice affected partially by experience and the independent variable is not existed towards designations except distributive justice affected by deans and spatial justice affected by Specialists. However the employees' intention to leave is affected by university type and was partially affected by experience at p-value < 5% and it is not affected by destinations. The organizational justice affected partially by experience and designation however the intention to leave was affected by university type, experience and was not supported the destination.
Based on these statistics that employees in the private higher education sectors in Egypt especially males, employees who have more than 25 years of experience and those whom more than 54 years in universities are more concerned with distributive, spatial and total organizational justice. The widow cases and bachelors' degree holders are concerned with distributive justice. Lastly, deans are concerned with distributive and Specialists concerned with spatial.
Discussion
The objective of this study was to investigate the relationship between organizational justice dimensions as distributive justice, procedural justice, interpersonal justice, temporal justice and spatial justice and employees' intention to leave among all categories in the private higher education sectors in Egypt. In addition to determinate to what extend that independent and dependent variables affected by jobs and demographic factors. The results of this study indicated that all the justice dimensions are negatively related to employees' intention to leave as the previous studies are revealed [33] [34] [35] .
The results of the study indicate that organizational justice and its dimensions have a significant negative correlation with intention to leave organization among all employees. This means that an increase in fairness and justice among employees have the likelihood to decrease their intentions to quit or intentions to leave organization. The findings revealed that there is no significant difference in the level of intention to leave between male and female employees this finding is also consistent with previous findings on gender and turnover intentions [2] . In addition, interactional justice, temporal justice and spatial justice contribute significantly to intention to leave this finding is disagree with the study by [36] , which indicates that distributive justice and procedural justice are the only components of organizational justice that determines turnover intentions. On the other hand the study also disagrees with study in 2014 which indicate that interactional justice did not contribute significantly to employees' turnover. The increase of organizational justice helping to decrease the level of intention to leave and there are noted negative significant relationship between the perception of interactional, temporal, spatial justice and intention to leave at the environment of the private higher education in Egypt. Our finding is consistent that the knowledge workers perceived interactional justice as the highest dimension of justice (mean = 3.59) at the private higher education and the lowest dimension of perceived justice was the temporal justice (mean = 2.86).
The research finding indicates that there are many dimension of justice could explain the situation in universities context and still there is doubt and issue or contradiction in university sitting with others researchers who made more investigated about the importance of the procedural and distributive justice in university sitting [1] . Although [25] asserted that distributive justice was the strongest variable predict of the employee's retention in Bahrain private universities our study proved that the strongest variable is interactional justice predict of employees' intention to leave in private universities sitting in Egypt. Otherwise temporal, spatial justice is significantly negative correlated with intention to leave at significance level 0.05 and the interactional justice is the most significant dimension influencing intention to leave. On the other hand the distributive justice and procedural justice were not significant with intention to leave.
The research questions and the research objectives will discuss with the previous few lines, the question number two mentioned to the statistical significant of demographic factors "gender, age and educational level" and job variables "experience and designation" on the main study variables. On the other hand our study revealed to that the males are more sensitive to difference in distributive, spatial and total organizational justice than the females in comparison.
Males' employees were more perceived distributive, spatial and total justice than females and the gender is not effect on the intention to leave. Likewise, Age is significant with organizational justice and intention to leave thus the employees in the age 54 and above perceived distributive, spatial and total justice than others otherwise the age 26 -34 is more intent to leave university. The Marital status has a significant difference in the level of distributive dimension only especially for widow cases compared to others. However the residuals of the study variables were not significant with marital status. The Educational level of the employees was significant in the level of Intention to leave and distributive dimension at the level of significance equal 5%. The BSc holders are more significant with distributive justice and there is no educational level intent to leave Open Access Library Journal universities except whom holed lower qualifications. The findings concluded that there is significant difference between educational level and intention to leave and the highest level for to whom less educated employees followed by bachelors' holders and these findings disagreed with [37] revealed that the less educated employees are not giving the same attention to leave organization as the educated employees moreover, there was contradiction with study of [38] that mentioned that high educated employees are more likely to quit. The experience was significant with all dimensions of justice especially distributive justice, spatial justice and total organizational justice with experience 25 years, procedural justice with less than 5 years of experience, temporal justice with 6 -10 years of experience except interactional justice. On the other hand, the experience was significant with intention to leave towards the employees less than 5 years of experience this results agreed with [25] except the interactional justice was not significant with the experience. The designations were significant with distributive and spatial justice especially to deans and specialists respectively.
The intention to leave was significant with age between 26 -34 years this result is consistent with the findings of [39] and disagreed with results of [25] . The study disagreed with [25] in age as a demography factor effect on all four types of justice interpersonal, informational, procedural, distributive and total justice because our study revealed to that age has a significant difference in the level of distributive dimension, spatial dimension and the total organizational Justice. However the other variables have not a significant difference with the age variable. Also the educational level effect on all types of justice except interpersonal justice was not significant as [25] mentioned however the current study proved that only educational level has effect on distributive justice. The university type was not significant with all study variables except the intention to leave was significant with worked people in private universities.
It might say that males' employees and the older employees than 54 years perceived a higher level of distributive, spatial and total organizational justice than females' employees and other levels of Age. Widow employees and bachelor degree holders only perceived a higher level of distributive justice than others.
It might say that the employees have more experience level "25 years and above" are perceived a higher distributive, spatial and total organizational justice level than others level of experience. This proved that experienced employees who know the business environment well had the highest wages consisted with the level of justice perceived than unexperienced employees. The highest class of employees that have perceived distributive justice are deans and their deputies on the other hand the highest class that perceived spatial justice are specialists.
It might say that both of gender, Marital status, Job level "designation" are not effect on intention to leave but on the other hand Age, Educational level, university type and Experience effect on the employees' intention to leave especially category 26 -34 years, people whom their degrees below bachelor holders, worked at private universities and others less than 5 years of experience respectively. Although some scholars as [40] agreed that whether the period of expe-rience is long the actual turnover will be low but our study revealed to that intention to leave is increase for category experience less than five years followed by category from 6 -10 in the private higher education sector in Egypt. That means younger employees are ready to talk risk that older employees because the responsibilities of older experience employees increasing than younger employees.
The study also revealed that there are significant correlations between intention to leave and demographic variables such as age, educational level, universities type and experience. It was found that age and experience are negatively and significantly correlated with intention to leave. Our study consistent with other results concluded that there are significant correlations between intention to leave and demographic variables such as age, educational level and it was found that age and experience are negatively and significantly correlated with intention to leave. However, [41] in Ghana context conclude that there is not significant relationship between demographic variables and intention to leave. The study found a significant difference between age and intention to leave the older people who are more than 54 years, 35 -44 and 45 -53 years respectively have lower intention to leave than younger people between 26 -34 and agreed with [42] based on the Kruskal-Wallis Test. On the other hand, there is no significant difference between gender, marital status and intention to leave based on the Mann-Whitney U-test our results were disagreed with [42] .
It might be seen that there is a difference on the distributive justice among the levels of marital status and the educational level only. On the other hand there are significant differences on organizational justice among the levels of gender, four levels of age and the six levels of experience. It can be concluded that gender, age and experience have explained a unique variation on total organizational justice this results supported the findings by [25] . Because the p value < 0.05, there are significant differences on intention to leave among the levels of age, five levels of educational level, two types of universities and six levels of experience. It can be concluded that age, educational level, experience and university type have explained a unique variation on intention to leave. This results supported the findings by [43] .
The interactional justice can significantly contribute towards the intention to leave of the employees worked in universities sitting. The findings of this study supported the notion that interactional justice is negatively related to employee's intention to leave. The interpersonal justice is also found negatively related to intention to leave in the private universities in Egypt this result consisted with the study of [44] which concluded that Interactional justice has more of an effect on turnover intentions than the distributive and procedural justice.
Contributions, Limitations & Future Recommendations
This study contributes new shadows of using many types and many dimensions to determinate the level of intention to leave and to explain to what extend that demographic factors and job variables can effect on the organizational justice and employees' intention to leave. The author has also suggested that interactional, temporal and spatial justice have received less attention than distributive and procedural justice. Some recent research has shown their distinctive factor structures [45] . The present study is limited in scope as the respondents represented population from a private higher education sector in Egypt. This study used snowball sampling technique the future research needs to use a stratified random sampling in order to reduce the potential bias because universities have many categories at many locations administrative, colleges, laboratories, libraries and others locations inside colleges the staff member has more than four groups which are assistant teacher, teacher, associated professors, professor and etc.
Therefore, future studies may develop a larger sample size from different context private, government and different regions. It is also suggested that longitudinal studies should be conducted in near future to reflect whether changes over time alter the perceptions of employees regarding justice. Future studies may also include mediation role of different possible variable such as innovative work behavior, organizational support, work climate, and others as an attempt to develop a broader understanding of the concept in the academic settings.
Conclusions
The study shadows the light to find out whether the demographic factors have an effect on organizational justice and intention to leave. In addition to this, the study investigated and evaluated the role of organizational justice towards predicting the relationship between types of justice distributive, procedural, interactional, temporal and spatial and employees' intention to leave. The study revealed that all types are correlated negatively but there are three types of the justice dimensions: "interpersonal, spatial and temporal" are significantly related to employees' intention to leave. However, interactional justice is found to be a stronger predictor of employees' intention to leave. The findings outlined that interactional justice was the strongest variable predict of employees' intention to leave. It seems reasonable that improving interactional justice, spatial justice and temporal justice will cause to reduce overall intention to leave in the higher private education sector in Egypt. At the same time, the study found a negative correlation between the types of organizational justice and intention to leave. The age as demographic factor can affect distributive justice, spatial justice, total justice and intention to leave. The experience representing distributive justice and spatial justice with confidence level 99% except the educational level, was not significant with all study variables.
In general, it can be concluded that the results of estimating ranking means in this study show that gender, marital status and designation were insignificant differences on intention to leave while age, educational level, university type and experience showed the significant differences on intention to leave among the employees worked in the private higher education sector in Egypt. This study can be useful for managers, researchers and decision makers in making more
